The article presents an analysis of the literature indicating the potential relation between the level of employees' engagement and the level of information systems (IS) reliability in the organization. Next, empirical studies are presented to verify this relation as the first step of the analysis verifying IS as a potential factor that could shape the level of employees' engagement in the organization. The article contains a description of empirical research conducted in 2018 among 557 organizations operating in Poland and the results show that there is a statistically significant relation between the level of employees' engagement and the level of IS reliability in the organization. The strongest relation is identified between the level of employees' engagement and the level of IS usage reliability perceived by employees, which is consistent with the analysis of the literature.
WPROWADZENIE
In recent years, the literature indicates the growing importance of employees' commitment in the organization as a factor affecting the organization's ability to build competitive advantage and stay on the market (Kompaso and Sridevi, 2010, Clifton, 2008) . Employees' commitment is a subject that appeared in the literature in the 1990s and was initially mixed with the English-language concepts: "high commitment", "high involvement", "high performance" (Wood and DeMezenes, 1998) .Over time the management method was formed and is now referred to as "High Commitment Management (HCM)" (Grobelna, 2014; Juchnowicz, 2010) .
However, publications on the Polish business context are rare and the majority of the few empirical studies concerning not only the management method itself, but the level of employees' commitment in Poland, were carried out almost 10 years ago, e.g. by Juchnowicz (2010) . Considering the fact that this subject is relatively new not only in Poland, empirical research indicating what factors may potentially affect the level of employees' commitment are also quite rare (Kompaso and Sridevi, 2010 , Clifton, 2008 , Macey and Schneider, 2008 and focused around the strategy of shaping the level of commitment and not the factors that influence it. In the context of the growing importance of employees' commitment in the organization and the need to indicate mechanisms for shaping the factors that build the level of this commitment, this is a clear research gap.
Considering current market conditions, almost every organization uses information systems (IS) as a support for implemented management methods (Crowston, 2000 , Tworek, 2016 . Therefore, it is not unreasonable to state that the SI used in the organization and their usefulness perceived by employees (forced to use them on a day-to-day basis) can potentially affect the level of commitment of these employees. This article will consider the relation between the use of IS in the organization and the level of employees' commitment. The model of IS reliability in the organization, developed and verified by Tworek (2019) , was used to assess the perceived usefulness of IS. The purpose of this article is to verify the existence of a relation between the reliability of IS in the organization and the level of employees' commitment. This verification will be based on empirical studies conducted on a sample of 557 organizations operating in Poland and declaring the use of the High Commitment Management (HCM) method. Robinson et al. (2014) indicate that employees' commitment is shaped by the formation of their sense of being appreciated, which is influenced by: development and further training opportunities, rewards and bonuses related to their effectiveness, bilateral communication with superiors, placement conditions and health. Typically, three types of employees' commitment are indicated for systematisation (Jha and Kumar, 2016 ). The first is social commitment. It is a type of commitment that manifests itself in the fact that the employee communicates with other members of the team and organization. The second is intellectual commitment. This type of commitment manifests itself in the fact that the employee uses his / hers intellect not only to perform tasks, but also to continuously improve the efficiency of performing these tasks. The third of them is emotional commitment. It is a type of commitment manifested in the fact that the employee is emotionally involved to fulfill the goals of the organization. However, this is not the only commonly accepted methodology for assessing the level of employees' commitment. Marrelli (2011) proposes 3 sets of premises, which in his opinion more clearly determine whether the employees of the organization can be considered as highly commited (equivalent to "high commitment"), moderately commited or poorly commited. Highly commited employees were characterized by Marrelli (2011) as those who:
THEORETICAL BACKGROUND

Employees' Commitment
 they do what they can to do their work effectively every day,  they put the interest of the organization above their own,  they are innovative and constantly come up with new ideas,  they are willing to voluntarily contribute to the organization's success,  they try to make the working environment created by them pleasant and respectful.
However, it seems that all the methods described above for analyzing and assessing the level of employees' commitment define a consistent set of premises defining the level of commitment and are not mutually exclusive, but rather consistently build a unified concept.
IS Reliability
In the context of the employees' commitment level understood in this way, it seems particularly important to consider the IS in the organization in relation to the way employees perceive it. In addition, due to the fact that the need to use IS in an organization seems unchallenged for many years, it is necessary to analyze and evaluate their actual use in the organization. The 3R concept (reliability, resilience and robustness) appeared in the literature a few years ago (Little, 2003) and emphasizes that the key factors influencing the ability to use the IS is their proper functioning in the organization and awareness and acceptance of their usefulness among employees. Therefore, IS will be considered in the context of the IS reliability evaluation methodology in the organization developed by Tworek (2019) and taking into account the above-mentioned postulates.
The IS reliability in the organization is understood according to Zahedi (1987) as a measurable IS property, useful for their control and management, identifying their quality level and indicating potential problems. It is directly related to the performance of IS components, especially those critical to proper operation. The model of IS reliability in the organization is based on factors related to three different IS assessment methodologies in the organization. The first one is the success model of DeLone and McLean (2003) , the second is the model of 4 IS failures by Lyytinen (1987) and the third is the technology acceptance model TAM (Davis, 1985) . They build 4 elements of the IS reliability model in the organization (shown in Figure 1 ): reliability of the system (software and hardware), its usage, information contained therein and support services.
Fig1. Reliability of IS in organization.
Source: (Tworek, 2018) The reliability model of IS in the organization and a set of factors that build each of the 4 elements were verified empirically (using correlation, regression and MCA correspondence (Tworek, 2019) ) and its usefulness for the assessment of IS in the organization has been validated on several different research trials (Tworek, 2019 , Bieńkowska et al., 2018 . All the empirical studies carried out so far have confirmed its completeness and usefulness, which gives the basis for applying it to the IS assessment in the organization in the context of examining their relation with the level of employees' commitment in the organization.
IS Reliability and the Level of Employees' Commitment
Kompaso and Sridevi (2010), Clifton (2008) and Macey and Schneider (2008) define a set of strategies for shaping employees' commitment in the organization. Their in-depth analysis seems to be a sufficient basis to assume that the reliability of IS in an organization can actually have a significant relation with the level of employees' commitment while being an important element of the implementation of the indicated strategies. Among the many strategies discussed in the literature, as the most important in the context of the subject of this article the following ones should be mentioned:
Starting from the first day, important in the context of proper selection of employees and talent management. The emphasis is placed on the importance of the first day at work, aimed at introducing different strategies for shaping commitment from the very beginning of work in the organization (Kompaso and Sridevi, 2010) . One of the important elements of the first day at work is gaining access to the IS, which the employee will use to accomplish his / hers tasks and assess their reliability already at this stagehence, it becomes a factor that can shape the level of the commitment (Tworek, 2019) .
Bilateral communication, stating that employees should not only listen and follow instructions of their superiors, but actively participate in solving problems, decision-making processes and making decisions about their obligations (Kompaso and Sridevi, 2010) . It seems undisputed that the IS, which one of the main goals is to improve communication channels and information flow inside the organization (Crowston, 2000) and the level of their reliability are affecting their actual use (i.e., the employee's conviction that communication and information exchange is more effective with their use rather than without it). Hence, IS reliability definitely appears as a factor necessary to implement this strategy.
Providing resources to employees. It should enable employees to use all the resources of the organization needed to effectively carry out their tasks (Kompaso and Sridevi, 2010) . Currently, one of the key resources in most organizations ,necessary to carry out the tasks, is a reliable IS (Bieńkowska et al., 2018) , and employees should be convinced of their usefulness and use them to carry out their tasks voluntarily rather than with coercion from superiors. For such a situation to take place, they must be perceived as reliable (and also the information contained therein).
Continuous education, which is enabling employees to participate in trainings. The consent to their training to be a part of their working time is necessary to shape their commitment and support their willingness to improve their work and competence (Kompaso and Sridevi, 2010) . IS enables remote access to content supporting trainings (e-learning, TEDy, etc.), potentially contributing to the more effective implementation of this strategy, assuming that employees perceive it as useful. On the basis of the literature analysis presented here, it therefore seems legitimate to formulate the following hypothesis: H1: The higher the level of SI reliability in the organization, the higher is the level of employees' commitment.
RESEARCH METHODOLOGY
The survey was conducted in order to verify the proposed hypotheses and identify the level of IS reliability and employees' commitment for every considered organization. The main survey was preceded by the pilot survey conducted in early 2018 among the group of 50 organizations in order to explain the issues concerning ambiguity of several questions. According to obtained results, the ambiguous questions were rewritten in order to obtain more informed response from the organizations participating in main survey. The main research was conducted as a part of a research project "The IT reliability influence on the quality of management methods and techniques", no. 2017/01/X/HS4/ 01967 financed from the funds of the National Science Center in Poland. The main survey was conducted in March 2018, among organizations located in Poland, which was the only condition limiting the sample (regardless of size, industry or type of business etc.), using online survey service: Survey Monkey. Only one survey was carried out anonymously in one organization, and it was completed by employees who have a broad view of the entire organization. Efforts had been made to make sure that the questionnaire was filled by organizations of all sizes and all types. In the main studies 557 full answers were collected, which is a very big test for this type of research (Tab 1). Out of this sample, 525 organizations declared implementation of mechanisms for building the level of employees' commitment and decided to assess both the level of IS reliability and the level of employees' commitment. The statistical analysis of the results aimed at verifying the formulated hypothesis was carried out using the SPSS Imago software and included: analysis of the coherence of the scales and correlation analysis. Empirical research made it possible to assess the level of IS reliability and the level of employee commitment in the organization.
The level of IS reliability was assessed on the Likert scale (from very poor -1 to very good -5) based on the methodology developed by Tworek (2019) and described in the first part of the article. This variable was built from the factors identified as part of the description of each of the four elements of the IS reliability model: reliability of the system (software and hardware), its usage, information contained therein and support services. Cronbach's alpha coefficient for this variable is high (0.947), which confirms the coherence of the proposed scale.
The level of employees' commitment was assessed on the Likert scale (from I strongly disagree -1 to I strongly agree -5) based on a set of statements formulated on the basis of the methodology proposed by Mone and London (2009) .This variable was built from 8 factors corresponding to 8 elements identified in the proposed methodology, described in the first part of the article. Cronbach's alpha coefficient for this variable is high (0.911), which confirms the coherence of the proposed scale.
RESEARCH RESULTS
In order to verify the formulated hypothesis, a correlation analysis was conducted between the variable IS reliability and the variable level of employees' commitment. The results presented in Table 2 clearly indicate that there is a statistically significant (at p <0.05), however, a weak correlation between the indicated variables in the tested sample. In addition, a statistically significant correlation occurs between all 4 elements that build the IS reliability in the organization and the level of employees' commitment, which further confirms the importance of all aspects of IS reliability for the analyzed relation. The conducted research indicated that the higher level of employees' commitment is usually accompanied by a higher level of IS reliability in the organization (higher level of system reliability (software and hardware), its usage, information contained therein and support services). Moreover, the slightest, although noticeably strongest relation exists between the level of reliability of system usage and the level of employees' commitment, which remains consistent with the analysis of literature (Fig. 2) .
Table2. Correlation of r-Pearson between the level of SI reliability and the level of employees' commitment
Fig2.
Results of the analysis of the correlation between the level of IS reliability in the organization and the level of employees' commitment.
Source: own work
It should be noted that the role of IS in supporting the strategy of building employees' commitment is clearly related to the use of the IS. Elements that build reliability of usage (and above all the level of system acceptance, for which the correlation coefficient with the level of employees' commitment is the highest, r (525) = 0.276, p <0.05) are directly related to the perceived usability of the IS. This usefulness directly affects the willingness of the employee to use the IS to carry out tasks (Davis, 1987) and the more voluntary is that use, the greater its impact on the level of employees' commitment (Kompaso and Sridevi, 2010) . Therefore, the hypothesis formulated on the basis of literature reports suggesting that the reliability of usage determines to the greatest the extent of the impact of reliability of IS used in the organization on the level of employees' commitment is confirmed. On the basis of the conducted analysis, it is necessary to positively verify the formulated H1 hypothesis and state that the higher the level of IS reliability in the organization (and in particular the reliability of the system usage, including its acceptance), the higher is the level of employees' commitment.
CONCLUSIONS
The purpose of this article was to verify the relation between the level of employees' commitment and IS reliability in the organization (which identifies, among others, the IS usefulness perceived by employees) as the first step verification of IS reliability as a factor that can shape employees' commitment in the organization. The empirical studies conducted on a sample of 557 organizations operating in Poland showed that there is a weak but statistically significant relation between the level of IS reliability (including the reliability of the system (software and hardware), its usage, information contained therein and support services) and the level of employees' commitment. This was confirmed by literature reports (Kompaso and Sridevi, 2010, Clifton, 2008) indicating that IS used by employees in the organization can be considered as one of the factors potentially shaping the level of employees' commitment and this is worth to be the subject of further research. In addition, the research showed that the most important element that constitutes the reliability of IS in the organization from the point of view of dependence with the level of employees' commitment is the reliability of usage -this is also confirmed by literature describing it as the most influential element of the utility of the IS perceived by employees.
The conducted research being the basis for the verification of the hypothesis have their limitations. The research sample was limited to a group of 557 organizations (this is not a representative sample for all organizations operating in Poland). In addition, it was limited to one geographical location and thus to one business context (Poland)which is also a strength of the results characterizing this particular business context. However, they seem sufficient to initially verify the relation between the level of IS reliability in the organization and the level of employees' commitment and to indicate further directions of research.
